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Abstract 

 

Submitted essay interpretes part of the results of the project research team work under 

project No.: 08/04-I/33–1.2 ISE, where the author is the Head of the research team. Like other 

forms of management, Equal Opportunity Management is not just policy. It is based in process of 

development of the main project objective to define possibilities for elimination of reasons of 

discrimination on the labour market taken by the organization of Employment Policy. It was 

necessary to characterize situation and key trends, strategic approach, key policy measures and 

challenges ahead. In the same time it was necessary to analyze employment policy in the SR, labour 

market in the SR, active policy of the labour market in the SR and to compare models of legislative 

and institutional securing of the labour market policy. This is the reason that the Equal Opportunity 

Management is needed. 
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I. Ratium 

 

Discrimination at the labour market is a long-term resonating theme in Slovakia touching all 

categories of citizens-households. According to some research studies it is perceived in the most 

sensitive way by a middle-aged generation and University educated part of population. Last two 

years 2006-2007 has shown that feeling of discrimination has been resonated with the youngest 

generation. A gradual transition to market economy is resulting in a gradual creation of a labour 

market and a radical change in the situation in the employment sphere.  Concepts such as 

unemployment, poverty, employment policies, public employment policies, active employment 

policies, passive employment policies, unemployment compensation, have become a reality in 

Slovakia.  Its appearance in Slovakia after the year 1990 had diverse causes (conversion of 

armament production, reduction of heavy industry, also caused by the breakdown of the markets, 

restructuralization linked with technological innovations and changes in the ownership 

relationships).  The new reality required many solutions, which not always represented the essence 

of the problem, but often rectified the existing situation.  From January 2004 the realization of 

active market policies thorough an office of a specialized public administration is adapted again.  

The source of the financing is the public budget and the resources of the European Social Fund. A 

quality system of active labour market policies must pursue efficient, effective and transparent use 

of public resources. 

Situation 2005 when the research started (and key trends):  GDP growth remained high and 

reached 4.2%. The overall employment rate (57.7%) is still under the EU average (62.9%). The 

female rate is 51.4%. The employment rate of older workers (24.6%) is with extremely low 

employment rate of older female workers (11.2%). Unemployment rate declined to 17.1% (now²ºº 

8% = historical minimum) , but long-term unemployment  (11%) and unemployment of young 

people under the age of 25 (32.9%) remain very high. At-risk-of poverty rate 21% is the highest in 

the EU 25 with unfavourable dispersion around the risk-of-poverty – 13% of the population has 

income lower than 40% of the national risk-of-poverty threshold. Social protection expenditure is 

on declining trend and stood at 19%, below the EU 15 and EU25 average (27%).  

The current policy objectives in the SR are strongly related to the national employment 

strategy built on idea that employment is the most effective way to fight poverty and that welfare 

dependency should be very strong discouraged. Decentralisation of the provision of public social 

services should also be completed in order to bring them closer to people. The measures in the SR 

address individual issues within the social inclusion process: measures are defined well and are 

supported by amended labour law/new labour legislation, the educational aspect is taken on board 

though different initiatives aimed at groups at risk of social exclusion. Besides the key SR 
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challenges defined  it will be necessary: to respect the gender mainstreaming principle when 

formulating strategies, to closely monitor impacts of the recent reforms of the social protection 

system, to establish permanent co-operative network in order to enhance the involvement of the 

social partners the poor and excluded themselves, to tackle the housing shortage and o combat 

homelessness, to fight regional disparities in employment and to increase public awareness in 

relation to the Roma minority. 

 

In the process of the carried out practical analyses, the basis related to defining the labour 

market in the Slovak Republic and its changes in the years 1990 - 2008, as well as the key trends, 

strategic approaches, measures and perspectives in the labour market. The actual presentation parts 

from the process of solving the main objective of the project – EOM, the possibilities of eliminating 

the causes of discrimination in the labour market.  The project is not only focused on discriminating 

manifestations based on race and on displays of xenophobia, but is mostly aimed at the violating of 

principles of equal treatment in the labour market. 

 

II. Equal Opportunity Management  

  

If we want to deal with Equal Opportunity Management (EOM) it will be necessary to 

analyze institutional support of employment rate in the SR and the legislation framework of 

discrimination. 

 

According to the approach of the subject and the characteristic activities of the object it is 

possible to divide employment policies into active schemes and passive schemes.  Active schemes 

are mostly represented by prequalification, new job creation aid, graduate internships, special 

citizen group employment aid, job retention aid, job operations aid etc., passive schemes of the 

employment policies are mainly represented by a contribution, i.e. unemployment compensation. 

From January 2004 employment policies are being carried out in the frame of public administration 

in the ambit of social affairs and employment services in Slovakia by the Ministry of Labour, Social 

Affairs and Family of the Slovak Republic, Centre of Labour, Social Affairs and Family and 

Offices of Labour, Social Affairs and Family. 

The labour market in the SR represents a set of rules, system suppositions, institutional 

conditions and functioning mechanism of labour force demand and supply.  The labour market in 

the SR has its functioning mechanism.  It can function in diverse forms and shapes.  The labour 

market can be regarded from a regional aspect, where it is divided to international, national, 
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regional, local and segmental.  In this way human resources are being distributed by means of the 

labour market among regions, sectors and firms.  The labour market can be divided, in a similar 

way like other markets, according to the degree of organization, into organized and no organized 

and according to the conditions for the functioning of the market components, into free and 

regulated.  It is also common to divide it according to the correspondence with existing legal system 

into legal and illegal. The labour market policies also pursues the elimination of potential 

discrimination on the labour market through an increased care for the career opportunities of 

endangered groups, as young people, who are not continuing their career preparation, high-school 

and university graduates, people over 50 years of age, citizens who have been registered in the 

unemployment records for longer than a year and citizens with a changed working ability, 

employees of the gypsy ethnicity and others.   

In the EU, active labour market policies are aiming towards trends of a proclient-oriented 

and professionally effectuated public service, which eliminates discrimination elements, and which 

aims to support and help citizens looking for work, as well as employers looking for adequate 

employees.   In the SR two basic models have been applied up until now in the institutional security 

of the labour market policies.  Labour market policies carried out as part of a specialized state 

administration and labour market policies carried out for most part by a public institution, and it is 

important to state that some employment services were and continue to be, to a certain extent, 

carried out by other natural or legal persons.    

We consider the integration of employment service bodies into the public administration 

organization to be an unfortunate solution, provided the specific differences between the 

implementation of public social policies and the implementation of active labour market policies.  

In order for the problems in question to be linked with potential discrimination on the labour market, 

employment services should be provided not only based on satisfying of legal obligations, but a 

specific orientation on clients and their needs is required of them.  If institutions carrying out 

employment services are to accomplish their mission in a market environment, a flexible and 

creative approach of the functionaries is necessary, who will be able not only to fulfill their duties, 

but also to react with flexibility to the needs of the clients and of the labour market.  Of course not 

only registered job applicants are considered as clients, but so are employers and possible foreign 

investors.  Modern, client-oriented employment services are not only related to providing help and 

support to the labour market participants in searching for and changing of employment, to staffing 

vacant job positions and to applying effective measures on the labour market, but also to an active 

approach in the creation of job opportunities and to taking measures to eliminate potential 

discrimination on the labour market.  We feel that employment services as part of public 

administration are not able to provide such services. 
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The problem lies in the fact that inflexibility, unqualification, small initiative, typical 

bureaucratic handling of clients, political nominations to superior positions, clientelism when filling 

job positions in the public administration, individualism when considering applications for 

contributions, corruption-friendly environment, plotting in the selection process for vacant public 

job positions are only some of the phenomena, which are becoming characteristic of public 

administration in the ambit of labour and employment services.  Based on the above stated facts, we 

are convinced that an optimum model of organization of active labour market policies in the SR 

resides distinctively in the supposition that public employment services will be carried out by a 

public institution.  The decision-making about providing contributions in the frame of active labour 

market policies should be the competence of autonomous bodies, and they should be represented 

not only by the employers and employees but also by township, autonomous community and third 

sector delegates.  We consider it essential for accurate and distinctive legal criteria to be established 

for providing of contributions in the frame of active labour market policies with clear rules without 

the possibility of diverse interpretations.  As for today, this is unfortunately no so. Active labour 

market policies consist mostly of the use of particular tools, which are specified in the existing 

legislation.  Discrimination may obstruct the achieving of economical goals, mainly the achieving 

of a high grade of employment and social protection, economic cohesion and solidarity, the 

improvement of life standard and quality.  It may even obstruct the goal for the EU to become a 

territory of freedom, safety and justice. 

Council Regulation 2000/43/ES determines the principles of equal treatment of persons, 

regardless of their racial of ethnic origin. One of the main principals of a juridical state is 

undoubtedly the principal of equal treatment.  It is a principle, which is, in the modern democracies, 

gaining ground in all ambits of social life. In the legal reform of the EC the issue of prohibition of 

discrimination is regulated by this Council Regulation in which there is established the principal of 

equal treatment of persons, regardless of their racial of ethnic origin.  The main purpose of this 

regulation, as it results from its exordium, is the guarantee of equality before the law and the 

protection against discrimination based on racial or ethnic origin, i.e. a right recognised by many 

international documents, specifically the European Convention on the Protection of Human Rights 

and Fundamental Freedoms.  In relation to the principle of equal treatment, the EU rejects theories, 

which try to establish the existence of segregated human races. The EU Council approved by the 

Decree 2000/750/ES an Action Plan of the Community for the fight against discrimination to 2006. 

Member states should provide, when it is appropriate and it is in accordance with their internal 

traditions and practice, the protection of legal persons, when they are being discriminated based on 

their racial or ethnic origin.  Persons, which have been exposed to discrimination, should have an 
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adequate legal protection.  In order to ensure the adherence to the principles of equal treatment it 

was necessary to shift burden of proof onto the respondent, when evidence of discrimination is 

presented. 

Member states are obliged to ensure that, when it is considered adequate in order to enforce 

liability, juridical or legal processes, including arbitral procedures, are available to all persons, who 

consider themselves aggrieved Type of discrimination is currently being filled in by a study of 

documents regulating the position of women in the labour market of the SR, a study of the position 

of women in the labour market in general and basis are being collected for statistics concerning 

education in Slovakia according to gender.  Pilot studies have been initiated on the analyses of the 

position and discrimination of the following groups: 

 young people with no professional experience 

 people over 50 years old 

 the disabled 

 ethnic minorities 

 the registered unemployed 

due to the non-enforcement of the principle of equal treatment towards them, even if the 

relationship in which they were discriminated has ended. 

 

Based on available Internet resources and based on the study of the Collection of Laws of 

the National Council of the SR, with regard to transposition reference, We came to the conclusion 

that the given regulation was transposed to the following laws: Act 308/1993 on the Establishment 

of the Slovak National Centre for Human Rights as amended, Act 311/2001 as amended, Act 

312/2001 on the Civil Service and on amending and supplementing certain other acts as amended, 

Act 552/2003 on Performance of Work in the Public Interest, Act 200/1998 on State Service of 

Customs Officers and on amending and supplementing certain other acts as amended, 370/1997 on 

Military Service as amended, 73/1998 on State Service of Members of the Police Force, Slovak 

Intelligence Service, Corps of Prison and Court Guard of the Slovak Republic and Railroad Police 

as amended, 315/2001 on Fire and Rescue Service as amended, 455/1991 on licensed trades (Small 

Business Act) as amended, 154/2001 on prosecutors and prosecutor candidates as amended, 5/2004 

on employment services amending and supplementing certain other acts as amended, 131/2002 on 

higher education and supplementing certain other acts as amended, 386/1997 on further education 

and on amending Act of the National Council of the Slovak Republic 387/1996 on employment as 

amended, 29/1984 on the system of primary and secondary schools as amended, 461/2003 on social 

insurance as amended, 195/1998 on social assistance as amended, 328/2002 on social security of 

police officers and soldiers and on amending and supplementing certain other acts as amended, Act 
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of the National Council of the Slovak Republic 277/1994 on Healthcare as amended, Act of the 

National Council of the Slovak Republic 273/1994 on health insurance, health insurance funding, 

on establishing the General Health Insurance Company and on establishing sectoral, branch, 

company and civic health insurance companies as amended, Act 634/1992 on consumer protection 

as amended, Act 596/2003 on state administration in the school system and school self-government 

and on amending and supplementing certain other acts. 

 

Extensive amendment of the Act was approved by of the National Council of the Slovak 

Republic under No. 5/2004 of the Coll. of Laws on services of employment. The subject of the 

amendment includes mainly contributions in the framework of the active policy of the labour 

market, creation of new tools of the active policy of the labour market and preparation of the 

legislative framework for establishment of so-called social enterprises.  

 

Council Regulation 2000/43/ES about carrying out the principles of equal treatment of 

persons, regardless of their racial of ethnic origin was apart from the above mentioned laws 

transposed to the Law 365/2004 (called antidiscrimination law) and Labour Code. By approving 

this law, the transposition of EU antidiscrimination regulations into our legal system in the Slovak 

Republic ended and thus the commitment consisting in adoption of antidiscrimination legislative 

was fulfilled.  In the antidiscrimination law there are concentrated antidiscrimination measures, 

which have, since its approval, been included in many other laws, resulting mainly from the 

Constitution of the Slovak Republic, according to which people are free and equal in their dignity 

and their rights.  Fundamental rights are ensured on the territory of the Slovak Republic to all, 

regardless of gender, race, skin colour, language, faith or religion, political or other belief, national 

or social origin, nationality or ethnic group affiliation, wealth, decent or other condition.  No one 

can be impaired, favoured or disfavoured, based on these reasons. The antidiscrimination law 

regulates the application of equal treatment and also establishes legal measures, in case of violation 

of this principle.  According to this law, abiding by the principle of equal treatment consists of the 

prohibition of discrimination based on any reason, of the execution of rights and obligations in 

accordance with good morals, as well as of taking measures to protect against discrimination. 

Unlike the communitarian legislative regulation, which defines the term direct and indirect 

discrimination in relation to a corresponding particular reason, the antidiscrimination law embeds a 

general term direct and indirect discrimination for all reasons. According of this law, discrimination 

is direct discrimination, indirect discrimination, harassment and unauthorised recourse, it is also 

instruction to discrimination and encouragement to discrimination. 
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The Antidiscrimination act is applied with the rights of natural persons established in 

particular acts in areas of: 

 access to employment, profession, other entrepreneurial activities (“employment”), 

including the requirements of hiring employees and the conditions and system of 

selecting employees, 

 exercise of occupation and work conditions, including compensation, functional 

process and dismissal, 

 access to specialist education, other technical education and participation in 

programmes of active measures in the labour market, including access to job 

selection counselling and change of employment counselling (“specialist education”) 

or 

 membership and participation in employees’ organisations, employers’ organisations 

and organisations which associate people of certain professions, including the 

provision of benefits, which are offered by these organisations to their members.   

 

When creating special conditions for specific groups of the population, we must not forget 

the equality of all citizens.  It is true that there are certain groups of citizens who have bigger or 

smaller differences and solidarity with them should be encouraged.  The best way to achieve their 

social integration is to create equal conditions when getting accepted to schools or employment.  

Administrative segregation of specific groups of the population is not the way towards social 

integration, but towards further social segregation.  If we considered all disfavoured groups (women, 

incomplete families, newcomers to the labour market, the elderly, the poor, the ill, the physically 

disabled, persons taking care of the elderly or ill, disfavoured children, children endangered as a 

result of absence of parental authority, ethnical minorities, immigrants, Romas, refugees, the 

homeless, alcohol or drug addicts), we might come to the conclusion that the common, 

non/disfavoured citizens constitute an endangered minority in the society. According to the Act 

365/2004, everyone is entitled to equal treatment and to protection against discrimination.  

Everyone can claim their right in court, if he considers there has been a violation of rights, legally 

protected interests or freedoms by the breaking of the principle of equal treatment.  It can 

particularly be demanded that the person who has violated the prohibition of discrimination desist 

such action and correct the unconstitutional condition and provide adequate compensation.  If such 

compensation were not satisfactory, the aggrieved person can demand the compensation of 

immaterial injury in cash. 
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Further recent legislative measure represents amendment of the Act 365/2004 Coll. of Laws 

(antidiscrimination law) that was published in Collection of Laws under No. 85/2008 and that come 

into effect on 1 April 2008. The reason for approval of this amendment was harmonisation of this 

law with EU legislation on the basis of the standpoint of the European Commission. The 

amendment concerns mainly qualification of basic meanings and definitions of the 

antidiscrimination law. 

 

III. Conclusions 

 

In the work of the key partner (author and research team RPL), experience gained in the 

currently ongoing cooperation in the projects IMPACT/ASCEND (GB), AHEAD (Italy) and 

ACTION ET VIGILANCE (France) is being used. In effect to the measure strategy Creation of an 

environment EOM, which encourages looking for and creation of effective solutions in the EOM, in 

the fight against all kinds of discrimination in the labour market is a project elabourated with the 

aim of finding innovative forms of fighting against discrimination, with regard to the labour market, 

while its part is the monitoring of consistent application of these laws in practice, with emphasis on 

the antidiscrimination legislative and equal opportunities. 

  Apart from the improvement of the position of target groups, such as minority communities, 

as disfavoured groups of job applicants we consider it to be equally important to search for 

solutions for the elimination of other forms of discrimination in the labour market, which affect the 

majority population as well as the minorities and other groups endangered by social exclusion.  The 

issue of disfavouring job applicants in selection processes is the display of many other reasons. The 

matter of opinion, conviction, religious belief, social origin, gender, political party affiliation, 

political or trade union activities are just as well reasons for violation of the principles of equal 

treatment with employees or job applicants (in the labour market).  These demonstrations are more 

hidden rather than open and information about them do not exceed the local territory or place of 

work.  The fact that they exist is, however, demonstrated by the adoption of various legal norms, 

which define discrimination and recognise the right of the affected citizens for judicial protection, 

together with the possibility of compensation of immaterial injury.  As an example, we can mention 

the Act on Performance of Work in the Public Interest, the Labour Code, Act on the Civil Service, 

Act on Employment Services, in all of which there are regulations which ensure equal opportunities 

and forbid specific displays of discrimination. 
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Type of discrimination is currently being filled in by a study of documents regulating the 

position of women in the labour market of the SR, a study of the position of women in the labour 

market in general and basis are being collected for statistics concerning education in Slovakia 

according to gender.  Pilot studies have been initiated on the analyses of the position and 

discrimination of the following groups: young people with no professional experience, people over 

50 years old, the disabled, ethnic minorities and the registered unemployed. Research team initiated 

in June 2007 collabouration within a national theme network and Research team will, in the frame 

of solving the project, support: 

 creation of points of view of Equal opportunity management and a strategy for the 

elimination of discrimination in the labour market in the SR 

 preparation of a strategic outlook for the elimination of elemental causes of 

discrimination in the labour market in the SR, in the context of a national politics of 

unemployment 

 creation of room for further exchange of experience and skills in the process of 

elimination the causes of discrimination in the labour market and will, related to the 

partnership, strive to differentiate top, good and bad practice. 
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[46] Zákon  č. 387/1996 Z. z. o zamestnanosti. 

[47] Zákon č. 453/2003 Z. z. o orgánoch štátnej správy v oblasti sociálnych vecí,      rodiny a služieb 

zamestnanosti. 

[48] Zákon č. 5/2004 Z. z. o službách zamestnanosti. 

[49] Zákon č. 365/2004 Z. z. Antidiskriminačný zákon a jeho novela publikovaná v Zbierke zákonov pod 

číslom 85/2008. 

[50] Databáza EUROSTAT-u 

[51] Databáza ŠÚ SR 

[52] www.employment.gov.sk Ministerstvo práce, sociálnych vecí a rodiny 

[53] www.vupsvr.gov.sk Inštitút pre výskum práce a rodiny 
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